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The aim of this study was to examine the influence of organization justices 
(distributive justices and procedural justices), job satisfaction and work-life balance 
on organization commitment among Generation Y. This study indicates new 
contribution in theory of equity and affect factors of organization commitment. The 
Questionnaire was utilized to collect the data from one hundred and fifty Generation 
Y employees work in Manufacturing sector using purposive sampling technique.  Data 
collection was administered using on-line (Google form) distribution through official 
e-mail ID among of four selected manufacturing that located in Penang which are 
Kontron Asia Pacific Design Sdn Bhd, Motorola Technology Sdn Bhd, Intel 
Technology Sdn Bhd and Premium Sound Solutions Sdn Bhd. The data was analysed 
using Statistical Package for Social Science (SPSS) 24.  Data were analyzed using 
different statistical techniques such as descriptive of variable analysis, reliability 
analysis, normality analysis, and inferential analyses (Pearson Correlation analysis and 
Multiple Linear Regression analysis).  The findings of this study revealed mixed 
results, that procedural justices where significant to organization commitment while 
the distributive justices, job satisfaction and work life balance were not predicting on 
organization commitment among Generation Y in Manufacturing Industry.  Hence, the 
study concludes that for effective organization commitment among Manufacturing 
Industry to be improved the level of process and procedural in fair and free from bias. 
This would help to ensure the retention or best talent as the competitive advantage in 
organization and reduce the cost of recruiting and training.  
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Tujuan kajian ini adalah untuk mengkaji pengaruh organisasi keadilan (keadilan 
distributif dan keadilan prosedur), kepuasan kerja dan keseimbangan kerja terhadap 
organisasi komitmen dalam kalangan Generasi Y. Kajian ini menunjukkan sumbangan 
baru dalam teori ekuiti dan pengaruh kepada faktor-faktor organisasi komitment. Soal 
Selidik telah digunakan untuk mengumpulkan data dari seratus lima puluh pekerja 
Generasi Y yang bekerja dalam sektor Pembuatan dengan applikasi teknik sampling 
purposive. Pengumpulan data ditadbir menggunakan pengedaran secara dalam talian 
(Google form) dan melalui e-mel rasmi pekerja dari empat organisasi terpilih yang 
terletak di Pulau Pinang iaitu Kontron Asia Pacific Design Sdn Bhd, Motorola 
Technology Sdn Bhd, Intel Technology Sdn Bhd dan Premium Sound Solutions Sdn 
Bhd. Dapatan data yang dianalisis menggunakan Statistical Package for Social Science 
(SPSS) 24. Data dianalisis dengan menggunakan teknik statistik yang berbeza seperti 
deskriptif analisis, analisis kebolehpercayaan, analisis normal, dan analisis inferens 
(analisis korelasi Pearson dan analisis regresi Pelbagai Linear ). Penemuan kajian ini 
mendedahkan hasil campuran, bahawa hakikat prosedur yang penting kepada 
komitmen organisasi manakala keadilan distributif, kepuasan kerja dan keseimbangan 
kehidupan kerja tidak meramalkan komitmen organisasi di kalangan Generasi Y dalam 
Industri Pembuatan. Oleh itu, hasil kajian ini menyatakan bahawa komitmen 
organisasi dalam kalangan Sektor Pembuatan dapat ditingkatkan melalui proses dan 
prosedur yang dijalankan secara adil dan bebas dari kecenderungan. Ini akan 
meningkatkan komitment dan mengekalkan pekerja yang berprestasi baik sebagai 
kelebihan daya saing dalam organisasi dan mengurangkan kos merekrut dan latihan. 
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This chapter enhancing preliminary information on study’s background, problem 
statement, research objectives, research questions and significance of the study, scope of 
the study, definition of the key terms as well as organization of the dissertation in present 
study will be provided. 
 
1.1 Background of the study 
Malaysia experience economic development with rapid growth in all industries that 
contribute in increasing Malaysia Gross Domestic Product (GDP). Latest statistic from 
Malaysian Department of Statistic shows that manufacturing sector contribute 23% (Refer 
to Figure 1.1) after service sector which represent the value of overall activities in that 
industry leads to the contribution of Malaysia GDP growth.  As enhanced by Department 
of Statistics (2019), manufacturing and service sector are the key drivers of Malaysia 
economic growth which shows 4.4% of growth in 3rd quarter of 2018. 
 
Economic Activity Share  Growth Rate Description  
Services  56% Q3 2018 – 7.2% 
Q2 2018 – 6.5% 
Fuelled by Wholesale & retail 
trade, Information & 
communication and Finance & 
Insurance  
Manufacturing 23% Q3 2018 – 5.0% 
Q2 2018 – 4.9% 
Contributed by E&E, Petroleum, 
Chemical, Rubber & Plastic and 
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Appendix A: Questionnaire 
 
OTHMAN YEOP ABDULLAH  




“FACTORS AFFECT ORGANIZATION COMMITMENT AMONG GENERATION 
Y IN MANUFACTURING INDUSTRY” 
Dear Respondent, 
I’m a Master Degree of Human Resource Management student from Graduate School of 
Othman Yeop Abdullah, Universiti Utara Malaysia (OYAGSB UUM). Currently, I am in 
the midst of conducting survey as part of  the Academic requirement of my study. I would 
like to invite you to participate in this survey, which aimed to find out factors that affect 
organizational commitment among Gen Y in Manufacturing Industry. You are kindly 
requested to respond to all questions in each section stated in the following questionnaire. 
It should not take more than 30 minutes to complete the entire questionnaire and all your 
response will be kept confidential and will only be used for academic purposes.  
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Thank you for your time in participating this survey.   
Prepared by: 
Naemah Jamil 
Master of Human Resource Management 
Othman Yeop Abdullah Graduate School of Business (OYAGSB) 
Universiti Utara Malaysia, Sintok 
 
Section A: Demographic Information 
Please circle the following information about yourself on the relevant answer 
provided. 
1. Gender  
☐Female 
☐Male 
2. Age  
☐18 – 25 Years old  
☐26 – 33 Years old 
☐34 – 37 Years old 
☐38 – 41 Years old 
☐41 Years old and above  
3. Educational Level 
☐Secondary School 





☐Bachelor Degree  
☐Postgraduate Degree  
4. Job category 
☐Technical - Engineering, Maintenance, Electrician  
☐Services - Finance/HR/IT and Administration  
☐Others please specify: ____________________  
5. Length of employment in this company (year) 
☐< 2 Years  
☐2 Years – 5 Years  
☐5 Years – 9 Years  
☐9 Years – 13 Years  
☐> 13 Years  
 
Section B : Organizational Commitment  
The questions in this section consist of Seven (7) Liker scale measurement, please circle 
on the respective level of degree which you feel about the company where you work. 
Please indicate the degree of your agreement or disagreement with the statement by 
circling a number from 1 to 7. 

























No.  Questions Degree of Agreement or Disagreement  
1 
I really feel as if this organization’s 
problems are my own. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
2 
This organization has a great deal of 
personal meaning for me. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
3 
I feel that I have too few options to 
consider leaving this organization. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
4 
For me personally, the costs of leaving this 
organization would be far greater than the 
benefit. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
5 
I would not leave this organization 
because of what I would stand to lose. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
6 
If I decided to leave this organization, too 
much of my life would be disrupted. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
7 
Even if it were to my advantage, I do not 
feel it would be right to leave my 
organization now. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 




If I got another offer for a better job 
elsewhere, I would not feel it was right to 
leave my organization. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
9 
I would violate a trust if I quit my job with 
this organization now. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
 
Section C : Distributive Justice Scale  
The questions in this section refer to appropriateness of the actual “outcome” (e.g. yearly 
increment, promotions and career growth such training and development) you received 
on your current work environment. Please indicate the degree of your agreement or 

























No.  Questions Degree of Agreement or Disagreement  
1 
My performance “outcome” reflect the 
effort I have put into work? 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
2 
My performance “outcome” appropriate 
for the work you have completed? 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 




My performance “outcome” reflect what 
you have contributed to the organization? 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
4 
My performance “outcome” justified, 
given your performance? 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
 
Section D : Procedural Justice Scale  
The questions in this section refer to the procedure used to arrive at your “outcome”  (e.g. 
yearly increment, promotions and career growth such training and development). Please 
indicate the degree of your agreement or disagreement with the statement by circling a 

























No.  Questions Degree of Agreement or Disagreement  
1 
I have been able to express your views and 
feelings during those procedures? 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
2 
I had influence over the “outcome” arrived 
at by those procedures? 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
3 The procedures been applied consistently? ☐ ☐ ☐ ☐ ☐ ☐ ☐ 
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4 The procedures free from bias? ☐ ☐ ☐ ☐ ☐ ☐ ☐ 
5 
The procedures been used on accurate 
information? 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
6 
I have been able to appeal the “outcome” 
arrived at by those procedures? 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
7 
The procedures upheld ethical and moral 
standards? 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
 
Section E : Work-life Balance Scales  
The questions refer to your own feeling about the relationship between your personal life 
and your work life. Please indicate the degree of your agreement or disagreement with the 
























No.  Questions Degree of Agreement or Disagreement  
1 My personal life suffers because of work. ☐ ☐ ☐ ☐ ☐ ☐ ☐ 
2 My job makes personal life difficult. ☐ ☐ ☐ ☐ ☐ ☐ ☐ 
3 I neglect personal needs because of work. ☐ ☐ ☐ ☐ ☐ ☐ ☐ 
4 I put personal life on hold for work.  ☐ ☐ ☐ ☐ ☐ ☐ ☐ 
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5 I miss personal activities because of work. ☐ ☐ ☐ ☐ ☐ ☐ ☐ 
6 I struggle to juggle work and non- work. ☐ ☐ ☐ ☐ ☐ ☐ ☐ 
7 
My personal life drains me of energy for 
work. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
8 I am too tired to be effective at work. ☐ ☐ ☐ ☐ ☐ ☐ ☐ 
9 
My work suffers because of my personal 
life. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
10 
I find it hard to work because of personal 
matters. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
11 
I am in a Better mood at work because of 
personal life. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
12 
I am happy with the amount of time for 
non-work activities  
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
13 
My Job gives me energy to pursue 
personal activities  
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
14 I am in a better mood because of my job ☐ ☐ ☐ ☐ ☐ ☐ ☐ 






Section F : Job Satisfaction  
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The questions refer to your own feeling; how satisfied you are with the following 
situations. Please indicate the degree of your agreement or disagreement with the 
























No.  Questions Degree of Agreement or Disagreement  
1 
I am satisfied with the nature of the work I 
perform. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
2 
I am satisfied with my current supervisor/ 
superior. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
3 
I am satisfied with my co-worker/ 
colleagues. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
4 I am satisfied with the pay. ☐ ☐ ☐ ☐ ☐ ☐ ☐ 
5 
I am satisfies with the career growth such 
increment and promotion. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
6 
Overall I very satisfied with my current 
job. 
☐ ☐ ☐ ☐ ☐ ☐ ☐ 
** Thank You** 
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Appendix B: Respondent profile  
i) Gender 
Gender 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Female 67 53.2 53.2 53.2 
Male 59 46.8 46.8 100.0 






 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid 18-25 Years old 17 13.5 13.5 13.5 
26-33 Years old 53 42.1 42.1 55.6 
34-37 Years old 56 44.4 44.4 100.0 





Universlti Utara Malaysia 
80 
 
iii) Education level 
Education_level 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Secondary School 10 7.9 7.9 7.9 
Certificate 12 9.5 9.5 17.5 
Diploma 22 17.5 17.5 34.9 
Bachelor Degree 69 54.8 54.8 89.7 
Postgraduate Degree 13 10.3 10.3 100.0 
Total 126 100.0 100.0  
 
 
iv) Job category 
Job_category 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid Technical- Engineering, 
Maintanance, Electrician 
63 50.0 50.0 50.0 
Service-Finance/ HR/ IT 
and Administration 
56 44.4 44.4 94.4 
Others 7 5.6 5.6 100.0 
Total 126 100.0 100.0  
 




v) Length of employment 
 
Length_of_employment 
 Frequency Percent Valid Percent 
Cumulative 
Percent 
Valid <2 Years 36 28.6 28.6 28.6 
2 Years - 5 Years 58 46.0 46.0 74.6 
5 Years - 9 Years 14 11.1 11.1 85.7 
9 Years - 13 Years 7 5.6 5.6 91.3 
>13 Years 11 8.7 8.7 100.0 
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Appendix C: Reliability Analysis  
 
i) Reliability Analysis for Organization Commitment 
Case Processing Summary 
 N % 
Cases Valid 126 100.0 
Excludeda 0 .0 
Total 126 100.0 











 Mean Std. Deviation N 
OC1 4.32 1.733 126 
OC2 4.56 1.353 126 
OC3 4.15 1.454 126 
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OC4 4.41 1.561 126 
OC5 3.98 1.327 126 
OC6 3.71 1.469 126 
OC7 3.80 1.475 126 
OC8 3.30 1.655 126 





Scale Mean if 
Item Deleted 
Scale Variance 





Alpha if Item 
Deleted 
OC1 31.34 73.427 .474 .864 
OC2 31.10 77.943 .449 .863 
OC3 31.51 75.436 .513 .858 
OC4 31.25 76.331 .430 .866 
OC5 31.67 74.973 .599 .850 
OC6 31.94 70.821 .709 .840 
OC7 31.86 70.251 .731 .838 
OC8 32.36 69.047 .680 .842 
OC9 32.25 66.203 .803 .828 
 
 




ii) Reliability Analysis for Distributive Justice 
Case Processing Summary 
 N % 
Cases Valid 126 100.0 
Excludeda 0 .0 
Total 126 100.0 











 Mean Std. Deviation N 
DJ1 5.09 1.497 126 
DJ2 4.90 1.335 126 
DJ3 4.85 1.265 126 
DJ4 4.36 1.764 126 





Scale Mean if 
Item Deleted 
Scale Variance 





Alpha if Item 
Deleted 
DJ1 14.11 14.916 .409 .847 
DJ2 14.29 12.577 .795 .671 
DJ3 14.35 12.293 .901 .629 
DJ4 14.84 12.727 .481 .837 
 
 
iii) Reliability analysis for Procedural Justice  
 
Case Processing Summary 
 N % 
Cases Valid 126 100.0 
Excludeda 0 .0 
Total 126 100.0 
















 Mean Std. Deviation N 
PJ1 4.48 1.343 126 
PJ2 4.49 1.276 126 
PJ3 4.17 1.486 126 
PJ4 4.06 1.452 126 
PJ5 3.78 1.663 126 
PJ6 3.92 1.608 126 






Scale Mean if 
Item Deleted 
Scale Variance 





Alpha if Item 
Deleted 
PJ1 24.98 41.360 .685 .827 
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PJ2 24.97 42.303 .667 .830 
PJ3 25.29 40.398 .656 .830 
PJ4 25.40 44.465 .435 .861 
PJ5 25.68 38.730 .652 .831 
PJ6 25.54 40.458 .585 .842 
PJ7 24.90 41.959 .709 .825 
 
iv) Reliability analysis for Job Satisfaction  
 
Case Processing Summary 
 N % 
Cases Valid 126 100.0 
Excludeda 0 .0 
Total 126 100.0 






Alpha N of Items 
.879 6 
 





 Mean Std. Deviation N 
JS1 4.52 1.724 126 
JS2 4.74 1.426 126 
JS3 5.55 1.300 126 
JS4 4.03 1.639 126 
JS5 3.52 1.672 126 




Scale Mean if 
Item Deleted 
Scale Variance 





Alpha if Item 
Deleted 
JS1 21.60 38.019 .716 .854 
JS2 21.38 43.678 .557 .878 
JS3 20.57 42.871 .685 .861 
JS4 22.09 40.752 .611 .872 
JS5 22.60 36.883 .814 .836 
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v) Reliability analysis for Work-life balance  
 
Case Processing Summary 
 N % 
Cases Valid 126 100.0 
Excludeda 0 .0 
Total 126 100.0 











 Mean Std. Deviation N 
WLB1 4.36 1.813 126 
WLB2 3.89 1.860 126 
WLB3 4.16 1.817 126 
WLB4 4.13 1.725 126 
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WLB5 4.03 1.615 126 
WLB6 3.87 1.551 126 
WLB7 4.10 1.671 126 
WLB8 3.29 1.524 126 
WLB9 3.34 1.684 126 
WLB10 3.52 1.742 126 
WLB11 4.80 1.570 126 
WLB12 4.13 1.725 126 
WLB13 4.03 1.615 126 
WLB14 3.87 1.551 126 





Scale Mean if 
Item Deleted 
Scale Variance 





Alpha if Item 
Deleted 
WLB1 55.25 353.755 .565 .958 
WLB2 55.71 336.126 .821 .953 
WLB3 55.44 336.345 .839 .952 
WLB4 55.48 339.115 .842 .952 
WLB5 55.57 342.039 .853 .952 
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WLB6 55.74 342.035 .891 .951 
WLB7 55.51 341.932 .823 .953 
WLB8 56.31 352.775 .707 .955 
WLB9 56.26 346.979 .730 .955 
WLB10 56.08 351.450 .629 .957 
WLB11 54.80 377.200 .261 .963 
WLB12 55.48 339.115 .842 .952 
WLB13 55.57 342.039 .853 .952 
WLB14 55.74 342.035 .891 .951 


















Appendix D: Latent Variable Correlations   
 OC DJ PJ JS  WLB 
OC 1     
DJ 0.335** 1    
PJ 0.459** 0.587** 1   
JS 0.380** 0.440** 0.649** 1  
WLB -0.55 -0.24 -0.118 -0.165 1 
 
 
Appendix E: Model of summary 
R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate 
0.477 0.228 0.202 0.94410 
 
Appendix F: Result of the Cronbach’s alpha 
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